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Abstract 
Every organization must be flexible to the rapid changing environment. Today due to the strong competition between 
organizations, managers should be careful enough to take action. Organization composed of members and its goals. Any 
organization has a specific goal to occur. Organizations are always in competition. Competitors at any time and in any location can be displayed. Successful manager is one who thinks global. 
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1. Introduction 
The organization can only learn through its members. Indebted developing organizational learning starts in cumulative The 
importance of organizational learning from two directions are studied: 1. The rate of change 2.  Competition inceasing.  
Organizational learning situations and forms of thought are those that changes existing affiliation to lose. Organizational learning 
is a new form of thinking by N. systems change. In order to survive organizations must be flexible Brbbr environment. . The 
extent that an organization needs to learn from traditional forms of organizational learning to move toward the degree of 
instability depends on its environment.  
Along with the resources needed resources organization, knowledge and abilities play an important role. In fact, good reason for 
the special features are different functions. Klyzy terms of knowledge and capabilities can be stated under two main theories.  
Knowledge as a resource, And organization as its own capabilities or functions. 
1.1.Self learning and organizational learning relationship 
After presenting self training and the corresponding issues it is necessary to point out the connection between self 
training and organized training. The self training loop is the process in which the people encounter the problems, in 
the next step seek to find out the answers. A limit number of them plan to test the answers and examine whether or 
not there are true. If this process is perform completely the training is accomplished. When the training loop is 
completed the mental models a change of reality is resulted and this is changed by impressing on the common 
mental and the else of organization and effects organized training. So that it resulted training. However organized 
training does not dependant on  a particular person but these mental frames & operational procedures into a 
enamination that corrected frames now procedures is created which is different with previous ones.& are distributed 
among all members. This is the real meaning of training in the organization in fact the organization performance is 
effected by such wisenses which are appeared in the frame of organization and  the person performance effect on 
                                                          
* Hamid Tohidi 
E-mail address: H_Tohidi@azad.ac.ir 
 
Open access under CC BY-NC-ND license.
867Hamid Tohidi and Mohammad Mehdi Jabbari / Procedia - Social and Behavioral Sciences 31 (2012) 866 – 869 Hamid Tohidi  / Procedia Social and Behavioral Sciences 00 (2011) 000–000 
environment and the environment consequences active the above cycles. Again the training proess is continued 
[1,12].  
 
2. Organizational learning theory 
 
The  importance  of  the  factors  that  facilitate  Organizational  Learning (OL) has traditionally related to the 
Learning Organization (LO) literature, which mainly focuses  on  the  development  of  normative  models  for  the  
creation  of  a  learning organization [3,13]. So in this session OL/LO literature is reviewed. 
The concept of organization learning was initiated in 1900, when Taylor discovered the positive effect of the 
knowledge transfer on the performance and productivity improvement in the factory. Nonetheless, Cyert and March 
were the first scholars who put learning and organization together and created organizational learning phrase in 
organization literature. The growing body of organizational learning research introduces a perspective that learning 
is not only the capability of individuals; learning can also happen on a group level and is facilitated by an 
organizational climate that provides the conditions and motivation for learning [5,14]. Since 1990, learning has 
made a critical distinction between organizations, and then it became an essential subject and soon the  phenomenon  
of  organizational  learning  is  increasingly  becoming  a  source  of interest among researchers and practitioners 
[7,16].  
Organizational learning is widely discussed in the literature across a myriad of fields, ranging from patient safety in 
health care and military readiness to library effectiveness, from information systems to student learning in school 
systems [2,15]. Through learning, organizations can adapt to the environmental constraints, avoid the repetition of 
past mistakes and preserve crucial knowledge that might otherwise be lost [4,15]. OLC is multi disciplinary, so 
researchers look at it from different viewpoints, from psychological view (like Cyert and March, Daft and Weick), 
from sociological insight (such as Nelson and Winter, Levitt and March) or from the point of view of Organizational 
Theory (like Cangelosi and Dill, Senge, Huber). More recently, some authors (Grant, Lei et al) have considered 
learning, from a strategic perspective [6,16]. OLC is not only multi disciplinary, but is also multi level beginning 
from individual level to the organizational level.  
In despite of much research on the concept and application of OLC, it is still ambiguous and through the years many 
authors find this concept difficult to understand and have asked for clarity [8,17]. However there does not exit a 
unique definition of OLC. The OL as a process is considered to help organizations to create, transfer and integrate 
knowledge and expertise and learn from these how to improve themselves continuously. Organizational learning 
capability is the organizational   and   managerial   characteristics   that   facilitate   the   organizational learning 
process. 
 
3. Organizational learning capability measurement 
The learning organization appears to be an important competence for all organizations to develop in order to 
succeed. In fact, some researchers cite the learning organization as the only sustainable competitive advantage in 
response to an increasingly unpredictable and turbulent business environment [11,18].  Due to the crucial 
importance of OLC in current dynamic and competitive environment, it is critical to find a valid measure to assess 
OLC in firms. This measurement not only assists managers to understand which factors affect OLC but also help 
them to evaluate the value of their firms. Therefore, detection of weaknesses and opportunities, the factories could 
improve their position in the current fast changing environment.  
Since 1990, scholars depicted organizational learning as a complex and multidimensional construct. Slater and 
Narver asserted that "organizational learning is a complex, multidimensional construct occurring at different 
cognitive levels.., and encompassing multiple sub processes", thus various aspects must be present in order to 
develop an effective learning capability. 
Through the years, authors proposed number of measurement scales for assessing an organization‟s current status in 
relation to the learning organization concept. Senge discussed that organizational learning incorporates the five 
“disciplines": systems thinking, personal mastery, mental models, shared vision, and team learning. Within the 
marketing literature, Day introduced four learning capabilities  (i.e., open-minded inquiry, synergistic information  
distribution,  mutually informed  interpretations,  and accessible  memory)  as  the  basis  for  organizational  
learning [9,19]. Indeed it can be said that OL literature proposes a variety of facilitating factors of organizational 
learning [10,20]. 
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4. Effect of organizational learning on organizational innovation 
 
Although many works  in  the  growing  literature  on  organizational learning have noted a positive relationship 
between organizational  learning  and  firm  innovation  (e.g., Tushman  &  Nadler,  1986; Calantone  et  al., 2002; 
Chiva et al, 2007; Alegre et al, 2008), only a few researches has provided empirical  evidence  of  positive 
relationship between OLC and firm innovation. Organizational learning supports creativities (e.g., Sanchez & 
Mahoney, 1996), inspires new knowledge and ideas (e.g., Damanpour, 1991; Dishman & Pearson, 2003), and 
increases ability to understand and apply them [7,21]. 
Tran (2008) noticed that some firms are better innovators than others because of the learning culture that is prevalent 
in the firm. Hurley and Hult (1998) focused on a large agency of the US  federal  government  to  show  that  
organizational innovativeness was positively associated with a culture that emphasizes  adaptation,  innovation,  and  
learning. Aragon-Correa (2007) showed that OLC has a positive effect on firm innovation. Alegre (2008) represents 
that OLC enhances product innovation performance [5,22].  
It is suggested five dimensions to be used to measure OLC: managerial commitment and empowerment, 
experimentation, interaction with the external environment and openness, knowledge transfer and integration and 
risk taking. The literature shows a positive association between the OLC dimensions and product innovation.  
According to Thomke   (2001),   experimentation   is   a   basic   learning mechanism for a company to innovate; the 
development of a new product requires a number of experiments to test market and technology issues. New ideas 
and proposals represent the starting point of innovation [10]. Risk taking is necessary for the generation of new 
ideas (Amabile et al., 1996), and should therefore be tolerated in order to promote innovation. Learning also occurs 
through organizational interaction with the external environment. Customer demand uncertainty, technological 
developments and competitive turbulence  are  crucial  environmental  factors  that  need  to  be monitored  and  
analyzed  [2]. External  learning  deriving  from alliances and networks (Chang, 2003; Chipika and Wilson, 2006); 
technology transfers (Edmondson et al., 2003) or R&D collaboration with universities and research institutes (Pedler 
et al., 1997; Azagra-Caro et al., 2006) might be a critical factor in the successful undertaking of innovation projects. 
Hence, interaction with the external environment represents another significant learning mechanism for innovation 
[7]. Team member diversity, dialogue, and encouragement of communication make up the knowledge transfer and 
integration dimension. This learning mechanism may have a positive impact on innovation by exposing individuals 
to a greater variety of unusual ideas (Amabile et al., 1996) and by increasing internal group cohesion and 
coordination [8]. Finally, about managerial commitment and empowerment, everyone accepts that no objective can 
be obtained in a company without manager assistance, so for development of learning and innovation culture in 
organization, the manager should support and enhance commitment to learning and innovation through employee 
encouragement risk taking, having new idea, participating in decision making and problem solving. 
 
5.Conclusion 
One of the causes of organizational learning is the subject of competitive pressures. Long-term success will be achieved by 
managers with global thinking. A successful manager must be flexible and react to changes and be efficient.  There are ways to 
increase employee productivity, such as strategic human resource management and strategic planning. General concepts in the 
management of most democratic countries in the world can be found Anglesey language. These concepts can not be found 
outside the national borders and outside the so-called market economy. 
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